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I. SUMMARY 
This study sought to develop a better understanding regarding the experience of life-work 
balance by members of the U.S. Navy. This study was prepared in conjunction with a 
student thesis which provides a detailed literature review and examination of gender 
differences in perception of life-work balance (see Emanuelsen and Lee, 2015). A survey 
was administered to Navy officers conducting graduate studies at the Naval Postgraduate 
School in Monterey, California and their spouses. The findings indicate a number of 
interesting trends regarding the desire for balance in the Navy, varying perceptions of the 
Navy’s child- and elder-care resources aimed at enhancing balance, as well as the 
significance of designators (i.e. career specialties) and commanding officers (COs) to the 
experience of balance as well. In the sections that follow we highlight these issues, draw 
causal conclusions, and present sailors’ recommendations, drawn from responses to open-
ended questions.  
 
After deleting respondents with missing data our final sample consists of 197 officers. 
Results are based on correlation analysis of the study variables with a .05 level of 
significance. Participants were also invited to respond to open-ended questions and invite 
their partners to do the same. Twenty-two partners responded. 
 
Appendix A and Appendix B include responses from sailors and partners to open ended-
questions (respectively). We have included most responses, eliminating those that repeat 
themes in order to provide visibility to sailors’ and partners’ thoughts in their own words. 
 
The analysis shows that the extent to which the Navy’s programs, policy, and culture 
enable life-work balance are not only important to attracting competent recruits, but also 
becomes increasingly influential to retaining a highly skilled workforce. There is a 
noticeable drop in the salience of the Navy role and a marked increase in the family role 
when sailors have children. The number of employees who deal with elder care concerns 
is comparatively small and therefore child care concerns represent a more prominent 
issue. Nevertheless, when extrapolating to the entire workforce, elder care issues may be 
confronted by fairly sizeable number of employees.  Importantly, even sailors who do not 
have dependent care responsibilities believe that work demands often conflict with their 
family and life roles.  
 
The analysis shows that many sailors perceive benefit from Navy programs and policies. 
However, current programs and practices fall short of expectations by those who may be 
most in need of and most likely to value balance-related initiatives, and in turn these 
shortcomings could ultimately contribute to turnover decisions. Additionally, sailors’ 
comments to open-ended questions called for further culture change and more positive 
examples from leadership, suggesting that practice may lag behind policies and 
programs. 
 
Designators are influential to the experience of balance and conflict. Sailors in HR, 
Information Dominance, and the Supply Corp seemingly consider balance to a greater 
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extent when choosing their careers than do those in other designators, while Seals, 
Submariners, and SWOs are less concerned, at least initially, with balance.  
 
Overall, the quantitative analysis and sailors’ and partners’ comments suggest that life-
work balance is and will continue to be an important issue. Providing greater flexibility in 
work schedules may be a particularly effective way to reduce turnover and retain highly 
experienced human capital. Further, additional work to ensure that Navy culture and 
leadership support the programs and policies designed to promote life-work balance may 
be required, and this effort should include consideration for the life-family needs of 
sailors without dependents. Future studies should determine in which designators 
addressing work-life issues are most important. For instance, Seals and SWOs report 
fairly similar and high levels of work family conflict, but this appears to have minimal 
effect on Seals’, but much stronger effect on SWOs’ impending career decisions. As 
such, the Navy should focus its life-work balance initiatives toward the designators most 
affected by these issues and work with COs to alter current cultures and policies that may 
be exacerbating these effects. 
 
Finally, an important theme that emerged from partners’ comments is the need to involve 
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II. ANALYSIS AND FINDINGS 
A. THE INCREASING IMPORTANCE OF LIFE-WORK BALANCE 
TO AFFILIATION AND CAREER DECISIONS 
 
The data clearly suggest that the desire for life-work balance is growing increasingly 
important, especially to the newer generation of workers. Respondents were directed to 
consider how important life-work balance was to them, and the extent to which they 
considered life-work balance when deciding to join the Navy. Age (r = -.22, p < .01), 
rank (r = -.16, p < .05), and tenure (r = -.31, p < .001) were all significantly and 
negatively related with the degree to which life-work balance considerations impacted 
their entry decisions. It is also important to note that gender was not related to initial 
desires for balance (r = -.02, ns). These compelling findings indicate that, much like the 
private sector, the desire for life-work balance is highly valued by younger workers, more 
so than previous generations, and that the desire for balance is now equally important to 
both men and women. This clear trend underscores how important it is that the Navy 
recognizes the extent to which balance is valued by millennials and the next generation of 
recruits if it wishes to remain competitive in the ongoing ‘war for talent’.  
 
Not surprisingly though, life-work balance becomes increasingly important over the 
course of one’s career. Hence, regardless of the extent to which life-work balance 
considerations may impact the initial decision to join the Navy, it becomes and 
increasingly salient factor in the continuing decisions to remain in or exit the Navy. Table 
1 below provides the mean scores of a sample of survey items to illustrate the increased 
salience of balance in sailors’ lives and decisions as their careers progress. Put simply, 
the extent to which the Navy’s programs, policy, and culture enable life-work balance are 
not only important to attracting competent recruits, but also becomes increasingly 
influential to retaining a highly skilled workforce.  
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Figure 1. Importance of life-work balance 
 
 
The reason for the increasing importance of balance over time likely stems from the 
inevitable increase in life roles and responsibilities outside the Navy; typically brought on 
by starting a family and a transition in the prominence of role-identity away from the 
Navy and toward the family. That is, as sailors get married and have children, they begin 
to place greater importance on their roles as parent and/or spouse than on their roles in 
the Navy. The Navy’s options are fairly limited here. It can seek to limit sailors’ desire 
for life-work balance by either discouraging sailors from starting families or taking 
actions to increase individuals’ identification with the Navy at the expense of desiring to 
fulfill one’s familial responsibilities. Neither of these options are appealing as they would 
inevitably reduce the attractiveness of a career in the Navy to potential recruits, as 
discussed above. Therefore, given the inevitability that role-salience will shift to one’s 
familial role over time, the Navy must continue to develop ways that facilitate an 
individual’s ability to harmoniously enact a career in the Navy and successfully meet the 
demands and challenges of other important life roles (e.g., spouse/parent/caring for 
elders).  
 
The tables below provide mean scores on relevant sample items across three groups of 
respondents: those who have children at home (N = 118), those who are responsible for 
providing elder care (for aging parents or other relatives) (N = 10), and those who have 
neither child care nor elder care responsibilities (N = 69). Table 2 illustrates the increased 
importance of life-work balance for those with greater responsibilities in their family 
role. Note however, that life-work balance is nevertheless considered very important even 
by those with limited family responsibilities, again signaling the increased importance of 
balance to younger sailors who may have not yet started families or need to provide care 
for aging relatives. Table 3 illustrates the shift in role-identity salience that occurs as a 
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a noticeable drop in the salience of the Navy role and a marked increase in the family role 
when sailors have children. 
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B. BALANCING WORK & CHILD/ELDER CARE: PERCEPTIONS 
OF NAVY PROGRAMS & POLICIES  
 
Beyond understanding the importance of life-work balance to career decisions in the 
Navy, an additional aim of this study was to address the degree to which sailors and their 
spouses believe that existing Navy programs and practices were available and useful to 
balancing work and child/elder care. Based on the perceptions of the sailors in our 
sample, it appears that the Navy needs to dedicate more attention to these issues, 
particularly to providing information and programs dedicated to facilitating elder care. 
While overall perceptions of Navy programs intended to facilitate balancing work and 
child care are moderately positive (mean = 3.34/5), knowledge and perceptions of elder 
care programs appears to be lacking (mean = 1.80/5). These statistics are based on only 
those individuals that are responsible for child care or elder care respectively and are 
represented in Table 4 with one of the sample items used to address overall perceptions. 
It should also be noted however that only 10 respondents in our study provide elder care, 
representing roughly 5% of the total sample. In contrast, 60% of the sample had children. 
Hence, to the degree that this sample is representative of the child/elder care 
responsibilities across the entire Navy, the number of employees who deal with elder care 
concerns is comparatively rather small and therefore child care concerns represent a more 
prominent issue. Nevertheless, when extrapolating these statistics to the entire workforce, 
elder care issues may be a pressing issue that is confronted by fairly sizeable number of 
employees.   
 
Figure 4. Perceptions of Navy policies 
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The data do suggest some encouraging aspects to existing programs though as well. 
Within the sample of those individuals who have children at home, views of current 
balance-related initiatives were significantly and positively related to experiencing 
greater life-work balance (r = .43, p < .001). This suggests that although there is room for 
improvement to the existing programs, people are indeed reaping some of the intended 
benefits. Nonetheless, the data also indicate a strong negative relationship between 
perceptions of the quality of existing policies and programs and the extent to which 
balance will impact impending separation decisions (r = -.27, p < .01). This suggests that 
current programs and practices fall short of expectations by those who may be most in 
need of and most likely to value balance-related initiatives, and in turn these 
shortcomings could ultimately contribute to turnover decisions.  
 
C. PREDICTORS AND OUTCOMES OF LIFE-WORK BALANCE 
AND CONFLICT 
 
The previous two sections highlighted the importance of balance to sailors and provided 
an overview of current perceptions regarding the usefulness and value of existing 
balance-related initiatives. This section presents the important career-related outcomes 
associated with life-work balance and provides further insight as to its predictors. It is 
important to note that life-work balance and work-life/family conflict are distinct 
constructs. The two are typically related, as they are in this study (r = -.62), but it is 
important to clarify that work-life conflict is a contributor to lower feelings of balance. 
Nevertheless, because reducing conflict between work and family can help to enhance 
life-work balance, we have included it as a variable of interest in this study. Furthermore, 
researchers now attempt to distinguish the directionality of conflict occurring within the 
life-work interface. That is, we seek to determine whether conflict stems from work 
demands that spillover and impinge on one’s family role, i.e. work-to-family conflict 
(WFC), or whether the conflict originates from excessive family responsibilities that 
diminish one’s capability to accomplish their work, i.e. family-to-work conflict (FWC). 
The findings of this study indicate that the experience of WFC is drastically more 
common than FWC. This is shown in Table 5 below and suggests that the work demands 
of the Navy are indeed the primary contributors to conflict and diminished balance 
among its workforce. It is important to also note that even those individuals who do not 
have child/elder care responsibilities believe that work demands often conflict with their 
family and life roles. As such, it is vital that leadership recognize that unmarried sailors 
nevertheless have familial roles and responsibilities that they deem important. 
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Figure 5. Perceptions of Navy policies by dependent status 
 
 
Given that conflict and balance are salient to all three categories of respondents in our 
study, we assessed the outcomes and predictors of these variables across the entire 
sample. The findings suggest an overwhelmingly positive influence of life-work balance 
and negative influence of both WFC and FWC on sailors’ careers. Consistent with the 
previous findings, FWC was found to be far less detrimental WFC. As shown in the table 
below, life-work balance (LWB) exhibited significant relationships with job satisfaction, 
life satisfaction, career satisfaction, career fit, organizational commitment, emotional 
exhaustion and turnover intentions. WFC was also significantly related to each of these 
outcomes except organizational commitment, while FWC was only related to turnover 
intentions. The significant correlation coefficients are presented in Table 6 below. These 
relationships clearly demonstrate the importance influence of life-work balance and 
conflict in the careers and lives of today’s sailors.   
 

















LWB .48 .59 .41 .47 .26 -.48 -.38 




      
.16 
 
Recognizing their strong impact on individuals’ careers, this study then sought to 
determine some of the factors that may contribute to feelings of LWB and WFC. It 
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DRAFT SUBMITTED FOR REVIEW 
 13 
LWB and WFC were significantly related to perceptions regarding the extent to which 
sailors’ designators (LBW: r = .38, p < .001; WFC: r = .33, p < .001) and COs (LBW: r = 
.36, p < .001; WFC: r = .38, p < .001) cared about life-work balance. As such, it is 
evident that the Navy may wish to instruct COs to take life-work balance into greater 
consideration given LWB’s rather strong influence on career outcomes and perhaps most 
importantly retention of experienced and skilled workers. It is also clear that designators 
are influential to the experience of balance and conflict as well. We present more detailed 
findings regarding designators in the following section. 
 
Turning to other important contributors to LBW and WFC, it appears that time is the 
primary explanatory variable. That is, not only the time spent with one’s family, but 
flexibility and autonomy with regards to managing and handling work-related duties as 
well.  
 
One way to enable individuals to spend more quality time with their families is to provide 
greater autonomy and flexibility over how and when work is completed. While it is 
probable that rigid schedules may be necessary for certain jobs and at certain times, 
sailors often note clear opportunities for greater flexibility and the value of such some 
discretion over schedules as well. This issue is quite evident in our data. Flexibility with 
regards to time management at work was strongly related to both LWB (r = .46, p < .001) 
and WFC (r = -.39, p < .001), with these correlations indicating that flexibility enables 
balance, while the lack of flexibility is a primary cause of conflict between the work and 
family roles. Again, noting that the family role becomes increasingly more salient to 
workers over time, and that LWB and WFC relate to separation intentions, one 
conclusion to be drawn is that providing greater flexibility in work schedules may be a 
particularly effective way to reduce turnover and retain highly experienced human 
capital.  
 
With regard to time spent with one’s family, it appears that many sailors are still able to 
enjoy quality time though. Table 7 reflects the percentage of respondents representing 
each category. While roughly two-thirds of the sample report spending at least 15 hours 
per week with their family while on home cycle, it is important to note that nearly a third 
of respondents spend less than 15 hours per week including weekends and/or days off. 
Additionally, the numbers are nearly identical when only analyzing the sub-set of the 
sample that has child care responsibilities. Hence, time with family appears to be equally 
important to those who do and do not have children. Not surprisingly, when deployed, 
time spent with family via communication technology drops dramatically. Over 70% of 
the sample spends less than 5 hours per week telecommunicating with family in some 
way. To the extent possible, greater opportunities for telecommunication should be 
provided.   
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As briefly mentioned above, one’s designator appears to have very strong influence on 
the experience of life-work balance in the Navy. This in and of itself is not particularly 
surprising as different career path and different job specialties necessarily have different 
job demands and requirements. Below we present an overview of relevant data across the 
various designators in or sample. 10 different designators were present in our sample. 
The table below indicates the number of respondent representing each designator. Given 
that these sizes range from 31 to 4, it should be noted that these responses may not be 
representative of the entire designator population. As such, we strongly recommend 
future research conducting within the scope of each designator so as to more accurately 
capture the nuances of the designators impact on individuals’ work/life experiences.  
 
As can be seen in the Table below, there appears to be a relation between one’s chosen 
designator and desires for balance. Sailors in HR, Information Dominance, and the 
Supply Corp seemingly consider balance to a greater extent when choosing their careers 
than the other designators represented, while Seals, Submariners, and SWOs are less 
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Figure 8. Life-work balance and designator 
 
As reflected in Tables 9 and 10, Pilots, SWOs, and Submariner are the most common 
designators in which individuals consider leaving via lateral transfers and would have 
chosen different career paths in hopes of increasing life-work balance. Given that these 
sailors may ultimately offer insights and advice to potential recruits or new sailors, these 
designators in particular should seek to minimize WFC and increase LWB or they risk 
the possibility of losing the aforementioned ‘war for talent’ to other designators.  
 
Figure 9. Lateral transfer and life-work balance 
  
To what extent have you considered a lateral transfer for life-work balance reasons 
  never rarely sometimes often a great deal Total 
EOD 2 0 2 0 0 4 
HR 3 1 1 1 4 10 
Information 
Dominance 16 2 5 1 7 31 
NFO 3 3 2 2 3 13 
Nuke (SWO) 0 1 3 0 1 5 
Pilot 29 11 10 8 14 72 
Seal 5 0 0 0 0 5 
Submariner 0 0 3 2 6 11 
Supply 15 4 1 0 1 21 




How important was life-work balance when choosing your designator 
  not at all of little 
importance 
neutral important very 
important 
Total 
EOD 1 1 2 0 0 4 
HR 0 1 0 5 4 10 
Information 
Dominance 
2 3 7 8 11 31 
NFO 3 4 4 1 1 13 
Nuke (SWO) 0 2 3 0 0 5 
Pilot 21 12 12 17 10 72 
Seal 2 2 0 0 1 5 
Submariner 3 5 2 1 0 11 
Supply 2 2 5 9 3 21 
SWO 5 4 13 2 1 25 
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Figure 10. Life-work balance and designator choice 
 
Specifically with reference to life-work balance based on your experience would you have 
chosen a different designator at the outset of your career in the Navy 





probably definitely Total 
EOD 
2 2 0 0 0 4 
HR 4 2 3 0 1 10 
Information 
Dominance 12 6 7 3 3 31 
NFO 6 5 2 0 0 13 
Nuke (SWO) 0 1 2 2 0 5 
Pilot 29 21 12 4 5 71 
Seal 5 0 0 0 0 5 
Submariner 0 4 2 3 2 11 
Supply 13 6 1 1 0 21 
SWO 5 6 7 2 5 25 
 
Finally, Figure 11 concludes this section with the mean scores across designators for 
LWB and WFC. As expected, greater WFC scores correspond with lower WLB scores. 
Additionally, although there is variance across the designators, it is also clear from the 
data above that the experience of conflict or lack of balance is more/less important across 
designators (i.e. has greater influence on individuals’ career decisions). Hence, it is 
particularly important that the Navy determine in which designators addressing work-life 
issues is most important. For instance, Seals and SWOs report fairly similar and high 
levels of WFC, but this appears to have minimal effect on Seals’, but much stringer effect 
on SWOs’ impending career decisions. As such, the Navy should focus its life-work 
balance initiatives toward the designators most affected by these issues and work with 
COs to alter current cultures and policies that may be exacerbating these effects. 
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III. RECOMMENDATTIONS 
A. SAILORS’ RECOMMENDATIONS 
Sailors were given the option to respond to an open-ended question asking for their 
recommendations. Key themes included leading by example; minimizing working hours 
and providing more flexibility in daily work, career paths and tempo, including through 
telecommuting. Many comments noted a need for regular and/or reduced hours during 
shore time. Appendix A is an extended list of concerns and recommendations. Specific 
policy concerns are listed below. 
1. Policy/Program Recommendations 
 
Allow fathers to be present for the birth of their children.   
 
As single parent, it can be difficult to balance work-life.  To take it step further, the 
mother of my daughter is also in the Navy (currently deployed).  It can be easier when we 
are stationed in the same location, but currently we are not geographically co-located.  
Because we are no longer married we cannot "technically" claim dual military co-
location.  This is a serious issue that should be looked at.  If dual military divorced 
couples have a child, then there should be an addendum to current policy (IE MILPERS 
1300-1000 Military Couple and Single Parent Policy) that makes every effort to co-locate 
the military members.  This provides better QOL for both members who get to see their 
children regularly and for the children who get to see both parents regularly, thus 
improving work-life balance and improved warfighter readiness. 
 
Improve homesteading options that support continued promotion opportunities. 
 
For someone with no spouse and no kids, I'm not sure how to answer this question.  
However, as a prior Surface Warfare Officer, I would say making the work day start at 
8am instead of 7am would have helped my Sailors with families get to work on time since 
they would have more time to take their children to day care and get to work at a 
reasonable hour. 
 
Both fathers and mothers need equal baby leave. This would cut down on the stigma 
toward women who get pregnant, as well as encourage stronger, healthier families over 
the long run. 
 
The new maternity leave policy of 18 weeks is a great move to keeping the women in the 
navy.  That type of thinking will keep the navy diversity numbers steady if not cause them 
to rise. 
 
Recommend having work/life balance as a Fit Rep/Eval bullet that carties weight ie 
leadership and mission accomplishment. 
 
Develop better daycare programs and options for working military mothers. 
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2. Future Studies Recommended 
I would like Navy leaders to take a closer look at how being single in the service effects 
Sailors' lives…For example, as a single female, one way I feel work has gotten into the 
way of my personal life is by limiting my ability to actually date and meet someone to get 
married.  Recent articles by single Sailors have started to show there is a difference in 
the demands for duty and expectations based on relationship status.  Most single 
members are expected to fill the gaps, stand watch on holidays and weekends, and often 
it is assumed we can stay at work longer because we have no one at home.  I am curious 
as to how much Navy leaders are paying attention to that side of the equation in addition 
to caring for those members with families. 
 
Look at those officers that have already lat transfered in a follow on survey. 
 
B. PARTNERS’ RECOMMENDATIONS 
Sailors were given the option to send a survey to their partners. Partners’ comments 
echoed the themes found in sailors’ comments. Partners noted long work days and the 
difficulties of deployments and call for reduced work-loads and improvement in 
scheduling. Partner’s comments illustrate the importance partners place on life-work 
balance. As in this comment: 
 
Life-work balance is absolutely vital…There are not enough hours in a day. Please 
remember: behind every good sailor who is doing a good job is often a loving, supportive 
spouse who needs to be taken care of, too. 
 
Partners’ responses included requests to interact with family members and to include 
considerations of families in decisions and also suggested more information or 
communication to help set expectations. The need to involve families in expectation 
setting was explained by noting that perceptions of life-work balance are unique to each 
family. These themes are illustrated by the comments below:  
 
Although the Navy provides programs and information to the Sailors about the 
importance of work life balance, it is defined differently from family to family.  Sailors 
are encouraged to spend time with their families when they are on shore duty or not 
deployed with the expectation that when they are operationalized the family will 
understand that the time will be gained back by the Service.  Unfortunately, I don't think 
spouses are often included in setting these expectations and that is where the Navy fails.  
Spouses need to gain a better understanding of the expectations put forth on their Sailor 
ahead of time and then the Command needs to do its best to uphold the commitment on its 
end as well.  
 
Work life balance is unique to each Sailor and their family.  Families with young children 
want and need more time from their active duty service member.  Families without 
children or grown children may not.  However, the constant is the "setting of 
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expectations" early and then being able to follow through with them.  Part of this falls on 
the Navy when detailing and discussing options.  The spouse should be invited to these 
discussions to ask the questions important to them in consideration of the family.  Part of 
this expectation setting falls on the Sailor themselves so that they don't overpromise and 
then get frustrated or anxious about not being able to perform at the expected levels 
either at home or at work.   
 
An extended list of partners’ comments is included in Appendix B. 
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IV. CONCLUSION 
This study was conducted in conjunction with a student thesis. The overall objective was 
to develop a better understanding regarding the experience of life-work balance by 
members of the U.S. Navy. The student thesis focused on gender differences in 
perceptions of life-balance and their impact on female occupational choice and retention. 
The survey and analysis described in this study examined sailors’ desires for balance, 
perceptions of Navy policies, child and eldercare demands, differences across designators 
and specific recommendations for improvements. In addition, sailors were invited to send 
a link to a brief survey and open-ended questions to spouses. The analysis shows that the 
extent to which the Navy’s programs, policy, and culture enable life-work balance are not 
only important to attracting competent recruits, but also becomes increasingly influential 
to retaining a highly skilled workforce and that even sailors who do not have dependent 
care responsibilities believe that work demands often conflict with their family and life 
roles. Further, although the analysis shows that many sailors perceive benefit from Navy 
programs and policies, those who may be most in need of and most likely to value 
balance-related initiatives perceive less benefit. In Reponses to open-ended questions, 
sailors called for further culture change and more positive examples from leadership, 
suggesting that practice may lag behind policies and programs. 
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APPENDIX A: SAILOR’S COMMENTS 
What are the key barriers to your life-work balance? 
 
Work Hours and Schedule 
I have no issues with work-life balance on a day-to-day basis, but I am aggravated when I 
spend time at work doing unimportant tasks, because I know that I will be expected to 
work even longer hours when truly important tasks come up. 
 
The organizational structure of the Navy is fundamentally flawed.  There are so many 
entities that each want a piece of your time outside of your immediate chain of command 
it is impossible to meet the expectations of all, even if you worked non-stop and did not 
sleep.  For example, engineering inspections are ship-wide evolutions and need all hands, 
so everyone must stop what they are doing and participate.  Meanwhile, the oversight 
agencies for Supply functions, Food Service Inspectors, Financial oversights, etc, all 
expect participation in training at their facilities as well as reports, etc daily, weekly, 
monthly.  Meanwhile, your real obligation is to provide for supply needs for your crew 
members who have legitimate requirements 24/7.  Any given division onboard has their 
own oversight entity looking down on their operation.  I always love the phrase "it only 
takes a minute, it shouldn't be big deal", but there are so many training programs that 
require refreshers, qualification programs etc that require individual time and presence.  
To pile on one more thing, everyone stands duty, at any given time, there are dozens of 
individuals as armed watch standers protecting the ship, navigating the ship when 
underway, etc.  The number of positions is so many that even with a few hundred on the 
crew, there are only 3 watch sections in the commands I have been at.  If 1/3 of your time 
is going just to standing watch, then you have to participate in so many other 
responsibilities, you get to the point where whatever doesn't get done, it just doesn't get 
done, unless that inspection is right around the corner, we just can't worry about it.  There 
isn't time to get it done, much less get it done correctly.  The idea that big Navy really 
thinks all the "required" training is being done is laughable because every sailor knows 
you do the best you can and you check the blocks you need to and someone most crews 
find a way to do enough to keep people from getting fired.  If most commands were truly 
held to the directives and standards, inspections would get failed regularly and entire 
commands would be imploding. 
 
Having fairly long mandatory working hours on a SHORE TOUR where I end up sitting 
around most of the day not doing anything after an extremely draining and rough SEA 
TOUR then being told that even though it is technically a shore tour, it's not.... 
 
Deploying and being away more than being at home.  When the ship is in port, working 
minimum of 60 hours a week.  Spending 60-100 hours a week on the ship while it's in 
port was the norm for me.  It destroys families.  It's that simple.  The problem is there is 
no real carrot at the end of the stick.  Moving, child care, opportunity cost of wife giving 
up her career make being in the Navy a losing proposition when it comes to time and 
money.  I joined to serve, I get it...  I still wish to serve, but other than that am only 
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staying in for the pension at this point.  The costs of joining (time, money, family) are 
making it very difficult though.  I'm feeling the strain.   
 
Inconsistent work schedules, lengthened and more frequent deployments and underway 
tasking, multitude of training events or inspections onboard that cause a higher work-load 
while in-port. Just because the ship is sitting in home port during "home cycle" does not 
mean the workload has decreased or is steady. Preparation for INSURV alone typically 
requires 3 months of working Monday through Saturday, 0700-2000. 
 
Due to the time the Navy workday starts, as a single parent, I was unable to execute the 
custody agreement of 15 days of the month (alternating weeks) because I had to be at 
work way before my kids started school.  This resulted in me seeing my kids every other 
weekend.  If I was able to show up at 0830, then I would have been able to alternate 
weeks with my ex-wife.  Furthermore, I was deployed for 7-8 months per year.  Being 
able to spend every other week with my children would have meant a lot during the few 
months per year that I was home. 
 
As pilots we fly early one day, late the next, with regular work days in the middle. 
Sleeping odd hours at home with children is impossible for me, so there are certain weeks 
that I have a noticeable sleep deprivation that affects work and home life.  I get crew rest 
hours to get caught up, and I spend them at home, but my wife expects help with the 
children, especially if I can't sleep.  And our desk job doesn't stop while we are flying. So 
I have several roles to fulfill, while also being a student at NPS, that pull me in several 
directions, and at all hours.  It's frustrating and tiring.  Time management is key, and I 
don't think I have poor time management, but the Navy often fails to reduce workloads in 
other areas for those sailors that they utilize the most, to compensate for the amount of 
work they are tasked with.  My unit is pretty good now, but it was a lot worse at my last 
command.   
 
Future Family/Family Planning 
So many of your questions assume I have family responsibilities at home -- I'm single. I 
do what I want when I want. I do, however, believe that if I wasn't in the military I may 
have been married by now, simply from having more time for home (dating, etc). When 
you're a junior officer on a ship, the only people you ever have time to see are the others 
from your ship. Dating enlisted isn't allowed. Dating other officers is frowned on.  
 
I was behind in my timeline, and if I didn't push harder to qualify ahead of normal 
schedule, there was a good chance I would not promote bc I would not have met my 
wickets before the promotion board. Also, due to this, I was unable to get pregnant and 
start having children due to getting behind the timeline.  
 
Job Stress 
Lastly, the questions in this survey asked about feeling good at home due to successes at 
work but didn't ask about feeling bad at home due to failures at work.  This is a big part 
of the stress of a military family. Being in the military has some amazing ups and some 
devastating downs. One day you pass a check ride and come home elated and the next 
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your squadron has a mishap and your friend dies or you conduct a search and rescue and 
are unable to save someone.  Your family goes through it with you. The good days are 
great and its an awesome organization to be a part of, but the bad days are hard and you 
want to quit.  The bad times may require more time at home to help your family and 
yourself. More often than not the downs have a much larger impact on that life-work 
balance than the ups. 
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What else would you like Navy leaders know about life-work balance? 
 
Role of Life-Work Balance in Career Decisions 
I love the Navy, but not more than my family.  
 
I believe that the work life balance timewise is close to ideal in my designation when 
compared to that of other young professionals.  Unfortunately, couples my age and in my 
social circle (LTs and young professionals) are all dual-career, and in my case, my fiancé 
stands to earn much more in her career than I ever could in the Navy, so I will likely be 
looking to establish a civilian career in which I can decide where to live.  The navy is 
built around a 1950s mentality where your wife follows you everywhere as you move 
back and forth across the country, which does not work for me or many of my peers. 
 
I am junior enough that I have not decided to stay for a career yet.  When I make that 
career decision in the next 3-4 years, family stability and total family income will be 
deciding factors. 
 
Money is not a solution: I seriously doubt the Navy will, or even could, offer me enough 
money to overcome the hassle of moving and the damage to my significant other's career.  
If I can't ensure some level of geographic stability, I will probably get out. 
 
It may be generational or it may just be me, but as much as I love the work and am 
appreciative of the Navy-funded undergraduate, graduate, and flight educations, but I will 
still do what is best for me when the decision time comes; I won't feel any obligation 
once my contracted time is up. 
 
The navy is my job, one that I enjoy very much, but it is not my life. My family and who 
I am away from the job is FAR more important to me; if the navy supports my family 
pursuits outside of work, I will stay in forever. If not, well, I've been more than willing to 
depart on several occasions and continue to be willing still. Thankfully, I have been 
blessed with detailers who have been willing to work with me despite me not desiring the 
community pipeline at the expense of my family. 
 
Sea-Shore rotations are important, but some enlisted rates are discouraged by detailers, 
supervisors, and mentors to attempt back to back sea duty in order to make rate. Sailors 
end up at 15 year, make Chief, and divorce their wife. 
 
Personal priorities change after the birth of a child and Sailors become less flexible in 
career assignments. 
 
It's not just kids and spouses that require care. Senior Enlisted and Senior Officers may 
also have elderly parents they are caring for.  
 
For many Navy personnel their spouses have professions.  Some consideration should be 
given to keeping families in the fleet concentration areas so that spouses could continue 
progressing in their fields. This is a critical factor in my order decision process. 
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Workload and Schedules 
The Navy, as a whole, needs to understand that work and time are not the same thing. If a 
Sailor has an hour break in work, it should not be looked upon negatively for them to run 
a few errands and come back to work so they don't need to take that additional time after 
work, or if they complete their work for the day early they should be allowed to leave 
early. 
 
Be reasonable with timelines, or at least realize when the crew is on the verge of 
breaking. 
My work-life balance while I was a SWO was horrible.  I was lucky in the fact that I 
wasn't married or had children at that time, because that family would have suffered 
greatly.  Now that I am an EDO, my work-life balance is great. Our community prides 
itself on maintaining and promoting having a balance between both your work duties and 
the duties to your family at home.  I do not have any complaints about my current 
community, and their attention to this important matter means that I will stay in the Navy 
until retirement. I would not have stayed in the Navy as a SWO. 
 
I mentioned before about Sailors willing to work the long hours underway.  In my 
opinion, its not the deployments that generates disgruntled sailors and alienates loved 
ones, its the never ending to do list and constant work ups.  Bottom line, I am willing to 
work my butt off all week if I know my weekends are mine, I think I may be the 
exception to some degree, but I have been in positions where I drive home EVERY 
NIGHT after sun down during the week because I'm trying to work ahead and meet all 
expectations, but Saturday and Sunday were mine to spend with family.  The following 
command had a hard charging A-hole of a CO that would spring Saturday work days on 
us sometimes as late as Friday afternoons.  I still left close to sun down every night 
because of all the crap that needed done, but you bet your butt that I wasn't sticking 
around EVER to do anything that wasn't a crisis because I was gonna try to take any 
moment I could to at least try and be home.  My wife and children are super 
understanding and I have it better than most without worry of crisis at home.  If my wife 
calls me at work about a need at home, she is at her wits end and desperately needs me, I 
can only think of a couple times in 11 years that she called me at work and I needed to go 
home.  I am the exception, but the reality it we put work first ALL THE TIME expecting 
a trade off in the future that rarely comes.  As an Officer, even Leave is a joke, in order to 
take leave I have to do all the work before and after the leave just to have control of 
getting a few days off.  Even with 4 days weekends around X-mas and New Years, 
people burn a week of leave to not be on the 3 section watch staying on the ship 24 hours 
out of every 72 hours and only get 2 "work days" off after burning a week of leave.  
 
It is critical to me now that I have a family with children that I can give them more time 
and not be tasked at work with excessive meaningless demands that force me to work 
longer hours.  It is one thing to work extra hours due to an issue that must be 
accomplished to complete a mission, it is a totally different story when work has been 
assigned that has no direct outcome to achieving an objective to further the command's 
mission. 
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If I am capable of meeting my work obligations in a timely manner, please do not make 
me feel bad if I don't stay at work each day (on shore duty) until 1800. I love my family, 
and I would rather not be at work this late just because you think I/we should be. A more 
productive working environment is one where leaders empower those under their 
command to do their work well and in a timely manner, so that they may leave work at a 
reasonable hour 1630/1700 to balance work and life. This may not be going home to 
family, but may include time to work out, enjoy hobbies, etc. 
 
From my 4 years as a Surface Warfare Officer, I feel as though the operational schedules 
for ships preparing for deployments (deployments last about 9 months on average) were 
too aggressive and rigorous.  Typically speaking, 3 months prior to a ship leaving on 
deployment, the ship is underway about half the time in order to perform/pass 
certifications to be qualified to deploy.  What this means is that out of the 3 months 
leading to deployment, Sailors were away from their families 1.5 months of that time, 
then deployment would approach and they would leave for another 9 months.  This is not 
a healthy life-work balance, and I think it is one factor which significantly contributed to 
a Sailors home life being uprooted for whatever reason. 
 
It seems like the sea shore rotation was envisioned for a reason, so why do we incentivize 
not following it at the expense of our sailor's personal lives. 
 
Deployments are part of the Navy,  and are not going away.  However, Navy leadership 
should include in port duty when making operational tempo calculations. 
 
For example, a submarine that does a 6 month deployment, also has 30-60 days of 
underway time during work up cycle. This leaves 4-5 months at home for a year.  Now 
put someone in 3 section overnight duty and your 4-5 month time at home is cut by 1/3. 
Consider restructuring the submarine career path to a combination of the SWO and 
SWO-N pipelines.  2 JO tours - each nominally 18-24 months, with PNEO in between.  
The tours do not necessarily have to be on the same boat; it could be a earlier opportunity 
to re-align dual military couples, see another aspect of the community or the pace of a 
different platform (SSBN patrol cycle is very different from an SSN deployment cycle).  
Then have a longer shore tour so if a female wants to have kids, or a male wants to be 
around for birth and first year of his kids, that's feasible in a window greater than 24 
months.  As a DH, you will already have a greater experience base. 
 
When in port, it is routine for submarine officers to work 96+ hour weeks.  It becomes 
nearly impossible to have any type of quality family time with the little amount of time 
you have not at work. 
 
Please consider the personnel impacts of your policy decisions.  One small example is the 
DTS self-service system, instead of a PS being in charge of personnel support, each 
member of my command is required to learn and master DTS and typically spends more 
time explaining what they meant to input to the PS than if the PS or DTS assistant was to 
do it in the first place.  Or the multitude of administrative systems we must learn and 
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navigate to do everything from manage quals to log flights.  I don't have time to study my 
craft, take care of my people, master all these programs, and be a fulfilled family 
member.  Something must suffer and it's not going to be my family...or my people, so it's 
my craft or the admin stuff.  Commanders want the admin stuff tight, so my flying 
suffers. 
 
If the leadership cannot manage the time and work load during shore duty or home cycle 
then the quality of life both at home at work for those employees and subordinates will 
suffer. 
 
Get rid of "working hours" and focus on centering the "working hours" around what is 
convenient to the indivdiual/team.  Work from home or have the ability to work from 
home.   
 
I would recommend having leaders allow sailors to manage their own life-work balance 
and not worry about it. Work that needs to be done today needs to be done today, and that 
which will be done tomorrow should be done tomorrow. 
 
Predictability and Communication 
Keeping family members abreast of operational commitments and expectations helps a 
lot.  If my spouse knows that over the next 6 months or year that I am going to be gone a 
lot due to job commitments.  They can better prepare for the emotional and physical 
strain that puts on a family.   
 
My family has committed to supporting my Navy career but the uncertainty of my next 
duty station location has had serious impacts on my wife's career planning and the 
uncertainty about the quality of education that my children will receive in the future.  
This stress is increased when hard copy orders are released a short time before an 
impending PCS. 
 
Proper planning and communication is essential.  Keep the team informed and allow for 
communication to flow up and down the chain of command. 
 
Leaders need to be aware of their sailor's family needs, not just ask, "are you ok?", then 
with a yes response, move on smartly.  Find out what the individual needs for his family, 
anticipate any problems and follow up periodically.  
 
For example, when I left to go to the Middle East, My first child was barely a month old 
and my wife also had a full time job telecommuting from home.  The closest family was 
5 hours away, and did not travel.  She also never went to any command spouse meetings 
because she was so busy and/or tired.  For eight months, not a single call, question, or 
thought was given to my wife by the command.  The only "contact" she had from the ship 
was from the Dept. Head's wife the day I left saying, "if you need anything, give me a 
call".   
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Knowing just that little information about a wife at home should have raised concerns 
right away about her safety and well being.  Spouses cannot be required to go to GMT, 
nor can their sailors always convince them that it isn't a smart idea to be alone with such 
a burden.  
 
Good managers know that their sailors will not always tell them their problems, but much 
of the time it's not hard to ask a few simple questions to find out or foresee any. 
 
Workload and Leadership 
Just remember what it is like to be younger, with little kids and big dreams and 
aspirations and new old home that needs work and worn out cars and loans and an 
ongoing masters degree. 
 
Leaders must consider that every time they levy a new requirement be it admin or 
operationally focused it has a cascading effect on the management at the bottom which 
will ultimately lead to more requirements, paperwork and reduced life-work balance.  We 
should have leaders be held accountable for the additional hours worked when not on 
operational status. 
 
Encourage senior leaders to be mindful of their "tasking" level and to make a better 
determination of what is really a priority and what is not. If everything is a crisis/high 
priority, none of it is. 
 
If it can't be done right in 8 hours a day/5 days a week, leadership must have the courage 
to say, "NO!" Work-life balance is largely dependent upon leadership's ability to balance 
their reaction to pressure from above between can-do and can-don't. This 8-hour 
suggestion is of course minus national emergency, emergency situations, combat 
operations, and/or training designed to simulate those situations. Nevertheless, leaders 
must also temper the training that exceeds the 8-hour rule. As a great master chief once 
told me, if you can't get it done in 8 hours a day--you're doing it wrong! 
 
There is a perception individuals often have to choose work over family if they want to 
make promotion.  As a result workaholics are promoted and  that now becomes the 
example for tomorrow leaders. 
 
Provide deckplate examples (all ranks) demonstrating work life balance and how  to say 
"No" respectfully, similar to take a stand training.   
 
Expectations and Leadership 
I'm not sure where this survey is going.  Several of the same type of questions are asked 
over and over.  A lot of questions regarding child care and elderly care.  I am not a big 
believer in the Navy or the government in general being responsible for child and elderly 
care funding.  Providing the service is great at a cost to the member, but if a service 
member cannot take care of their children or elderly dependents then they need to think 
of an alternate career field.  At the end of the day, balance in life is great, but we have an 
obligation to the military to defend this country above all else.  That is our commitment.  
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If your hope to join the military just so you can work 9-5, have free child care and collect 
a retirement at 20 then you need to get out now and work somewhere else.  If you want 
balance, come to work, get your work done and go home and spend time with your 
family.  Hopefully you have leaders that support that concept, but if not, let them know 
directly.  They have various methods of communication available. 
 
Nothing is so important that family emergencies don't take precedent. The problem is, 
different people have different views on what an emergency is. Leadership has to spend 
time wading through the legitimate requests and the erroneous ones which is one of many 
challenges of leadership.  
 
I see on some communities, but particularly in mine, just because you have been in 
longer means that you are a better person and more entitled.  That is why you have shitty 
O-3/4s that don't do anything, but they are entitled. 
 
There is one flaw with this study, the question combines programs and policy in the 
questions.  The issue is that there are great programs (MWR provides great opportunities 
at reasonable costs to service members) but having the time to actually participate in 
MWR programs is extremely challenging.  It is the policies overall that create the time 
sump that sucks the life out of you.  Whether it be reporting requirements, inspection 
schedules, training requirements, etc, there is always something needing done outside the 
scope of what is needing to be done to actually meet the mission. 
 
It's tough to lead an organization with such massive responsibility when considering such 
things.  We have to be ready to fight.  I honestly don't know how leaders can achieve 
work-life balance given our responsibility, constraints and the current political 
environment.  I feel if upper leadership gives us the leeway we need, many in the service 
will take advantage of that with bad results. I believe overall morale in the entire military 
is low for a variety of reasons right now.  
 
Having a better work-life balance would help, but not necessarily address the root of our 
current problems.  More time off and a better paycheck would certainly help, less moving 
around would help, more time and money to move would help, more choice in my next 
assignments would help...  all of these things should be considered, but the root of the 
problem is deeper I believe.  For me, lack of faith in our current (mostly civilian) 
leadership is a big problem.  They don't know what we're about, what we can/can't do, 
their priorities don't match many (most) of ours, so much lip service while they're 
actually dragging us down.  Good luck fixing that.      
 
Child Care/Family Care 
I would like to think the incorporation of child-care considerations and sub bases will 
develop as more females arrive.  For example, there was not a lactation room in our off-
crew building, but there also weren't any female submariners with children.  There are 2 
in my building in DC.  It seems trivial, but it at least demonstrates acknowledgement of 
working mothers and consideration for some of their challenges. 
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The Navy's whole approach to family care is intermittent stand down periods 
(Christmas/etc.) and your spouse or the CDC takes care of the kids. If you're a single 
parent, you're expected to have a care plan that shows how your child won't interfere with 
your work. It becomes expensive to have day care and after hours care.  
 
Single Sailors often end up bearing a greater burden to support family-friendly initiatives. 
Just because someone is not married and/or does not have kids does not mean that he/she 
wants to spend Christmas on duty. 
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What changes do you recommend? 
 
Leadership/Culture 
Continue to hire leaders that allow their employees manage themselves and provide an 
expectation and flexible working hours.  
 
Encourage senior leaders (CO/XO) to not LIVE at work, this fosters the perception that if 
you don't you won't be successful. An example of this is always being attached to a 
BlackBerry with email at all hours of the day/night. Often times we use this ease of 
access too much. If it's not an EMERGENCY, it can wait until working hours!! It also 
gives perception to junior officers and enlisted people that the leaders always put their 
work ahead of their family, which may not be true. 
 
Continue to put out information about the importance of achieving balance and make sure 
service members can actually make life-work balance a reality. 
 
Eliminate the come-early-stay-late climate, as well as the timing/billet FITREP system 
and make FITREPS/promotions based on performance. 
 
Also remove the stigma of homesteading in one area, which provides families more 
stability than moving every 2 years. 
 
Actively encourage people to take time off when the ship is in port; actively encourage 
people to spend more time with family, and not just kids. 
 
I feel that the greatest cause of longer work hours is that no single person in the chain of 
command is willing to interrupt the downward pressure. We all have bosses that put forth 
expectations, many of which require extended work hours to accomplish. But a good 
leader would  stand his/her ground, in the interest of his/her Sailors, and suggest that 
occasionally people are more important than the mission But no one wants to be the 
person who says "we can't. 
 
Workload 
Reduce tasking. We keep talking about reducing shore manning. We could easily reduce 
manning if we reduced tasking. That has to happen first. Stop asking my command to 
produce slides and information papers on things that should be routine decisions. 
 
If new requirements are added, there should be a corresponding budget/manning increase 
to support the requirement. If this is not available, cut other requirements to even the 
workload. If these can't be done, then the new requirement should not be added. 
 
Working Hours/Flexibility 
Enforce strict working and non-working hours when the unit is ashore.  CO's need to stop 
encouraging working very long extra hours when the unit is ashore. 
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Truly set working hours, every day you pretty much stay as late as you possibly can and 
still be emotionally sane to do what you can to do what absolutely must be done before 
tomorrow's work day, but eventually you go home and trudge back to work the next day 
to do it all over again.  My last CO regularly pushed to take the ship underway on Fridays 
and to return to port on Mondays so that he could do his underway drills and work ups on 
the weekends and still have the weekdays for in-port work and support from maintenance 
facilities.  Even when not underway or deployed for Holidays, I have had 2 occasions 
where we took Thanksgiving Day off to "enjoy the holiday with family" and then worked 
the Friday and Saturday following it to make up for having Thursday off.  At one point, it 
was so common for one of my commands to have to work on Sundays that when the Plan 
of the Week mistakenly posted that liberty expired at 1400 on Sunday (meaning everyone 
had to come to work), people didn't even question it, they hung there heads and started 
adjusting plans to come in on Sunday until someone realized it was a mistake still on the 
schedule template from a previous week. 
 
Enforce guidelines on when it is necessary to work (especially on a shore tour) greater 
than 9-10 hours a day. 
 
More time off.  How about a 90 day sabbatical after sea duty?!  Instead of moving, 
jumping right into the next assignment... Or, why not give people who have been in x 
amount of years more leeway in choosing their path at some point.  I understand orders 
are orders and we're in the military, but how about a training-time-out at the 10 year mark 
or so, or after a tough stretch, to patch our lives up.  That is, if you want to keep more 
people who have experience and also care for their family.  That would help. 
Flexible work hours/schedule 
 
Flexible working hours.  Understanding the difficulty of single parenting or co-parenting.  
At the end of the day, sometimes the earliest a single parent can show up at work is 0800 
but 0830 to be safe.  And sometimes, that same parent must leave work at 1600 to pick up 
their kids.   
 
However, as a prior Surface Warfare Officer, I would say making the work day start at 
8am instead of 7am would have helped my Sailors with families get to work on time 
since they would have more time to take their children to day care and get to work at a 
reasonable hour. 
 
The thing that workaholic CO's (who end up being demanding as hell to avoid zero defect 
tolerance which is the current standard) don't understand is that our sailors don't mind 
going the extra mile when it needs to happen.  We'll gladly work 6 & 7 days a week 
underway/deployed, we'll work the long hours while deployed and do whatever it takes to 
be the most badass ship on the waterfront *WHEN NECESSARY.  But when those same 
expectations are continuously extended while in port, that is when it drains you of 
emotion and motivation.  Having to work on a Saturday instead of taking your kids to a 
movie when there is really no gain other than "more work got done" is what pisses people 
off Seaman Timmy up to Department Head.  You quickly learn no matter what I do, its 
never enough, there is always someone or some entity wanting more. 
DRAFT SUBMITTED FOR REVIEW 
 35 
 
Actually let me properly recharge and maintain my personal life after a sea tour.  Also, 
developing a career path for pilots that allow them to work on their professional 
education similar to that of other communities vice forcing them to do it on their own 
time or risk KILLING their careers. 
 
Telecommuting 
I would be more productive if there were telework or remote working options more 
formally instituted into Navy Military Personnel Policy.  I know some people like to keep 
it informal but if we want to be a modern workforce and competitive in getting the best 
people to wear the uniform we need to learn how to adapt in the business recruiting/HR 
environment. 
 
Accepting the ability to work from home.  Get over the perception that "leaving early 
from work" means that you are a dirtbag or that you are not working.   
 
Manning 
Increase manning so there are more people to shoulder responsibilities. That way 
individuals would have more flexibility to take care of personal issues. This job often has 
to take preference over everything else--which is understanable given the nature of our 
work. But i think there's room for improvement in letting people take the time they need 
with their families. The work day could be shorter if there was more personnel to spread 
the workload. 
 
The best the Navy can do is increase manpower or create policies that support the Sailor's 
family time 
 
Man up the fleet to proper levels. Too much is placed on too few people aboard the ships 
 
Man units at +10% of their AMD so that rotations and injuries/unplanned losses do not 
leave the unit undermanned. 
 
Down time 
More time off.  How about a 90 day sabbatical after sea duty?!  Instead of moving, 
jumping right into the next assignment... Or, why not give people who have been in x 
amount of years more leeway in choosing their path at some point.  I understand orders 
are orders and we're in the military, but how about a training-time-out at the 10 year mark 
or so, or after a tough stretch, to patch our lives up.  That is, if you want to keep more 
people who have experience and also care for their family.  That would help. 
For someone with no spouse and no kids, I'm not sure how to answer this question.  
However, as  a prior Surface Warfare Officer, I would say making the work day start at 
8am instead of 7am would have helped my Sailors with families get to work on time 
since they would have more time to take their children to day care and get to work at a 
reasonable hour. 
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Enable Sailors to apply for fixed length sabbaticals to focus on personal priorities and 
then be able to rejoin the fleet at your pre-sabbatical career point. 
 
Postgraduate school is a major help to reset. This is my first true shore duty where I can 
enjoy my family. The Navy should offer more of these tours, if only for 6 months 





I honestly dislike the premise of a lot of these questions because there is an element of 
expectations that are not addressed well enough. I knew what I was getting into when I 
joined the Navy and my wife knew what she was getting when she married me. We have 
have frank discussions about work which lead to managing expectations as they relate to 
home commitments. This conversation would have to occur in any work situation. My 
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APPENDIX B: PARTNERS’ COMMENTS 
 
Importance of Life-Wok Balance 
Life-work balance is absolutely vital. One day, my sailor WILL leave the Navy. If he no 
longer knows his wife or his children, what will happen? Life will not be good for any of 
us! He works SO hard to balance everything, but the demands of his job are HUGE. He 
works as hard as he can to please everyone, but it's just not possible. There are not 
enough hours in a day. Please remember: behind every good sailor who is doing a good 
job is often a loving, supportive spouse who needs to be taken care of, too. 
 
Not only for work-life balance but for the well-being of our nation, the Navy should 
emphasize quality over quantity. My partner's command very much resembles a factory 
where the conveyer belt is running so quickly that the quality controls are overwhelmed 
and a poor product gets pushed through. There should also be more emphasis on 
relationship skills and coping skills for stress. The pressures of work are so great for 
some that home life becomes too much of an additional burden to bear and relationships 
and families crumble as a consequence. There are bars full of alcohol readily available in 
squadrons, so the only outlet that appears to be consistently encouraged for stress 
reduction is drinking. This spills into home life and exacerbates the problem. I wish I 
would see more service members being encouraged to care for their families and to seek 
counseling for their stress over the "tradition" of drinking after a long day. The Navy has 
unfortunately become focused on numbers over people, and the consequences are 
unfolding. These are still human beings with human needs. 
 
Need to Involve Families 
Definitions of Life-Work Balance 
Although the Navy provides programs and information to the Sailors about the 
importance of work life balance, it is defined differently from family to family.  
Sailors are encouraged to spend time with their families when they are on shore 
duty or not deployed with the expectation that when they are operationalized the 
family will understand that the time will be gained back by the Service.  
Unfortunately, I don't think spouses are often included in setting these 
expectations and that is where the Navy fails.  Spouses need to gain a better 
understanding of the expectations put forth on their Sailor ahead of time and then 
the Command needs to do its best to uphold the commitment on its end as well.  
 
Work life balance is unique to each Sailor and their family.  Families with young 
children want and need more time from their active duty service member.  
Families without children or grown children may not.  However, the constant is 
the "setting of expectations" early and then being able to follow through with 
them.  Part of this falls on the Navy when detailing and discussing options.  The 
spouse should be invited to these discussions to ask the questions important to 
them in consideration of the family.  Part of this expectation setting falls on the 
Sailor themselves so that they don't overpromise and then get frustrated or 
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anxious about not being able to perform at the expected levels either at home or at 
work.   
 
Expectations 
We have been very fortunate in that we understand the sacrifices that need to be 
made to be both successful at home and within the Navy.  I myself, was formerly 
an officer as well so understanding the environment in which he works is very 
helpful in understanding work life balance and what works and is acceptable for 
our family.   
 
With the increasing reliance on social media, I believe that there is greater ability 
for Sailors and spouses to get additional knowledge on what "work life balance" 
normal is for a Sailor.  What you don't get from social media is the differences in 
rate, coast, community and duty station that often creates bad expectations and a 
sense that either work or home life is being slighted. 
 
Focus on Families 
Talk to spouses. CARE about spouses. My husband's command has no contact 
with us outside of holiday parties. They don't care what we think or how we are 
handling all life outside of the Navy. If we are not handling things well, we are 
not a good support system for the sailors. If we are stressed out by being alone too 
much, this will affect sailors, their productivity, and their job satisfaction. Please 
show spouses that we matter and you care about us! 
 
Focusing on families and relationships in addition to the traditional trainings 
required by the Navy would not only benefit service members and their families; 
it would also benefit the Navy greatly. How much productivity is lost when 
service members are going through divorces, domestic violence, or suffer from 
depression and anxiety? How many lives are lost through suicide because the 
pressures of life have become so overwhelming that there seems to be no other 
option? Happy sailors make better sailors and make a stronger, more resilient 
Navy. If every service member received regular training about relationship skills, 
work-life balance, and stress management, I think the results would be extremely 
positive all around. With all the time and effort that is spent on suicide and sexual 
assault, why not put some resources towards the topics that would serve as a 
preventive measure against these problems-- the topics of quality of life. I truly 
believe that if service members had the tools and the encouragement to have 
healthy home lives, we would see a reduction in risky behaviors. I appreciate this 
opportunity to share my feedback with Navy leaders and hope that some positive 
changes will come soon.   
 
 
Workload and Scheduling 
He is working 14-16 hour days to meet the requirements of his job. Obviously, this puts 
enormous pressure on me, the spouse, to take care of the home, children, and all other 
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non-work responsibilities. He needs to have fewer obligations and more sailors willing to 
"share the load." 
 
Get more people working in the Navy or for the Navy.  Often, there are too few people 
for the jobs and that stretches the remaining personnel to pick up the slack.  This slack 
can make some personnel work 60-90 hour work weeks.  This leaves the servicemember 
very little time to be able to spend with family.  It causes stress on both the 
servicemember and the family. 
 
The biggest barrier to life-work balance was the lack of foresight with regards to 
squadron planning.  While day to day balance was relatively achievable, the lack of a 
solid schedule more than 24 hours in advance made the simplest planning impossible.  
Friends asking about going to dinner were told "Ask us the day prior. 
 
Plan better.  The short-sighted schedules were largely cultural; there was little in the way 
of longer-term planning.  While aircraft maintenance was a constant factor, a "best case" 
schedule could be put in place on a weekly rotation, and adapted as required by aircraft 
and personnel changes. 
 
Special needs—EFMP and ECHO 
There are very few people who are in the EFMP program who actually know what their 
job is and how to do it.  More often than not, it's been a headache of running around in 
circles trying to get answers.  NO ONE talks to each other.  Each branch is different and 
each base seems to have their own rules.  There's very little actual support that the EFMP 
provides.  ECHO is the same.  Very few people who should be in the program, are not 
and don't know about it.  No one talks about it until you are supposed to be in the 
program and then it takes forever.  There's talk about a case manager assigned to a EFMP 
family.  No one knows who this mysterious case manager is.  EFMP and ECHO is 
supposed to HELP the family, not hinder the family's ability to get help. 
 
Respite care waitlist says 3-6 months for qualifying families in a NAVY category 4 or 
higher.  Depending on where you are, the waitlist is usually closer to 6 months, if not 
longer.  If you are in remote areas, the ability to get respite care is even further limited.  
Once you leave your station, you are again put on the waitlist.  The advice is to let the 
respite service know so you can get on the waitlist again and minimize your waitlist when 
you arrive at your duty station.  Caretakers are often overwhelmed and exhausted and 
having to wait months for relief is draining on the family. Stress on the primary caretaker 
affects the servicemember, which in turn affects his life/work.   
 
 
 
 
